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Abstract 
Changes in expectations about the quality of higher education have dramatically increased the need for effectiveness and creative 
faculty development programs.  Improving faculty as an institutional process is, trying to reform knowledge, skills and attitudes 
of faculty toward the usability and performance to revitalizing, rebuilding and recreating the structure and contents. In this study, 
has been presented a conceptual framework for effectiveness of sabbatical leave in Islamic Azad University of Iran to providing 
and supporting professional development and empowerment of faculty by three major factors were defined, namely: 
organizational,  proffesional development and individual factors.  
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1. Introduction 
 
New forms of learning increase opportunities for faculty professional development and simultaneously raise 
questions about the quality of such programs and the likelihood that they will change practice, improve 
performance, and increase professional knowledge, skills and motivation. The provision of a favorable work 
environment and appropriate faculty development are the two mainstays of the retention of appropriately skilled and 
talented faculty. Faculty requires development in their professional activities, research endeavors, educational skills, 
management capabilities and leadership potential. Development in such a range of areas of activity and skills is a 
complex task, which requires appropriate oversight, management and facilitation.  
Improving obviously needs to address not only the development of individual faculty’ skills and talents to attain 
excellence in academic education, research and development endeavors but also needs to facilitate the career 
advancement through promotion of faculty. Successful negotiation of all university policies with respect to 
promotion and ensuring that no barriers to career advancement and promotion are left in place through inattention, 
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omission or defiance on the part of a mentee seeking a career in academic, constitute essential components of 
effective improvement. 
International collaborations in academic education, research not only contribute greatly to the development of an 
individual’s academic career but also from the bedrock of the global advancement of academia. Academic faculty 
should thus have global sights and should avoid only preparing mentees to be capable and effective teachers and 
researchers in one local setting, while ensuring that they can contribute fully in the local context. The Global 
Network could facilitate the establishment academics in the developed world and arrangements are beneficial to all 
parties must be instituted to ensure that aspects of such an arrangement, such as the return of teaching faculty to 
their parent universities after an exchange period, do indeed occur. 
The relationship between what teachers bring and what faculty development leaders offer is critical to the 
adoption of new instructional practices. Teachers’ beliefs and practices do not exist independent of one another. 
Teachers most frequently employ practices they perceive as congruent with their current teaching philosophies and 
beliefs about effectiveness (Fang, 1996; Hollingsworth, 1989; Tillema, 1995). For example, Olson (1993) found 
science teachers changed new curricula to fit their own beliefs about effective instructional practices. Duffy (1992) 
discovered that general and special educators’ instructional decisions during reading classes often represent their 
assessment of a relative fit of the technique to their classroom organization (i.e., management and curriculum). 
Teachers’ use of a new practice may also be influenced by their beliefs regarding the innovation’s impact on their 
students. Doyle and Ponder (1977–78) referred to teachers’ consideration of their students’ potential reaction to an 
instructional practice and how well it fits their specific classroom situation as the ‘‘practicality ethic’’ (Richardson, 
1996). A teacher’s knowledge, belief, and commitment to an instructional practice influences which aspects of the 
practice will be adopted, adapted, highlighted, modified, or omitted during classroom teaching.  
2. Sabbatical leave 
On a global basis, thought is being directed towards making academic more attractive to new faculty. 
Characteristics of faculty academic that are unattractive to young Americans are the tenure process, disciplinary-
based research, conventional definitions of merit, and that research matters more than teaching, advising and service 
to the campus the community and the profession (44). As faculties academic nowadays are interconnected through 
cyberspace in a way unimaginable a generation ago, achievers may share the concerns academic organization across 
the globe. Recommendations for enhancing the schoolwork environment for faculty have recently been made (45). 
These recommendations include: 
x making clear to all the expectations of faculty in educational institute 
x making sure that the job position  
x establishing the maxim that ‘teaching matters most’, 
x establishing a mentoring system as the cornerstone of faculty development  
x creating and maintaining an scientific atmosphere  
x creating favorable working environments  
Then, Sabbatical leave, according global efforts to foster favorable working environments in educational 
institute, can be regarded as an important process in the production and exchange ofscientific knowledge and the 
formation of scholarly networks across the globe 
An earlier report on sabbatical leave policies and sabbatical leave taking revealed that faculty members and 
educators were less likely to apply for and to be granted sabbatical leave. Faculty development, at least according to 
one authority (40), started with sabbatical leave schemes to allow for refurbishment and refreshment of educators. 
There are reasons why sabbatical leaves are not used by academics to the extent to which they are entitled, reasons 
often to do with matters related to family concerns and displacement from the home environment for a lengthy 
period. These barriers to sabbatical leaves are often resolved later on in an academic’s career. Perhaps periods of 
academic leave could be taken advantage by more mature and settled academics. Faculty additionally often has 
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academic commitments within, and for some also out with, the academic schools to be considered, and prolonged 
absences from these academic commitments are not easily handled. Language preparedness of faculty intending to 
avail of exchange opportunities is obviously an issue to be considered and addressed if necessary. Hence, barriers to 
the utilization of such periods of enrichment and enhancement are there. Nonetheless, in the creation of an exciting 
and rewarding working environment in academic sabbatical leave arrangements, or exchange programs, should 
feature prominently. Funding for global academic leave schemes for teaching staff could be sought from industry, 
and the global network could usefully play a role in attracting and managing such funds. In many developing 
economies, and indeed in some developed economies, these demands on newly recruited faculty are too heavy. 
While careful mentoring helps to prepare new educators for this reality; the reality itself needs to be reviewed. 
Furthermore, faculty should be alert to all inter-governmental agreements, which could be tapped for support for 
academic leave and exchange schemes, and academic schools should make full use of the international affairs 
offices of the parent universities.  
There is a great need for faculty members to become aware of delivery situations in countries other than their 
own, so that they can educate their students about the global, or at least international, realities of knowledge, skills 
and attitude including inequalities and disparities in access to care across the world as well as in their home 
countries. Indeed service to underserved areas could well usefully become a requirement for staff development and a 
most useful exposure for students, and perhaps a prerequisite for promotion. 
It may be necessaryfor accessing field sites, libraries and archives when producing new scientific arguments, it
may contribute to the dissemination and evaluation of scientific knowledge in different places,and it may also play 
an important role for informal contacts, exchanges and collaborations between distant laboratories and academics. In 
his seminal book Science in Action, Bruno Latourpointed out that the circular process of going away, crossing the 
paths of other people and returningenables scientists to perform at least three tasks:  
-  to mobilize new and often unexpectedresources for knowledge production; 
-  to test the value of newly-constructed truth claims indifferent settings;  
-  to spread arguments and facts in time and space. 
- Sabbatical leave precisely resembles the circular form of mobilityand mobilization that to be constitutive 
in the production of scientific knowledge ata variety of scales.  
- Sabbatical leave can be defined as physical journeys by academicsfor the purpose of research, lecturing, 
visiting appointments, consulting and other professional tasks. These journeys may last between a few days 
and a couple of years, but they are in principle temporaryabsences with the travelling academics intending 
to return to their academic institution. 
- Studying sabbatical leave of academics helps to reveal the wider geographies of academic work and 
intellectual exchange,and of the knowledge and networks involved, in at least five ways. 
- Studying sabbatical leave helps to explore the important question of where academic knowledge was 
produced. Crucial here are inquiries about the places deemed interesting or resourceful enough to 
contribute to knowledge production and those neglected as sites of studyand thus not entering the agendas 
of research and teaching. 
- Sabbatical leave is inextricably linked to the history of geographical thought since all travelers, were 
contributing to a synthesizing geographical consciousness in which newly acquired knowledgeabout the 
physical and human attributes of particular places and regions gleaned from otherdisciplines was drawn 
together under the banner of geography’  
- By identifying clusters of visitors to certain places, the study of sabbatical leave helps to map the 
hierarchies of centers of knowledge production and dissemination. Which places attractedmost academics 
and for what reasons? For example, destinations of research travel willhave promised valuable resources 
(and might have been exploited for research). Knowledgewas transferred, discussed and exchanged in the 
context of visiting appointments, invited lectures and conference travel, while the places of academic 
consulting indicate where scientific expertisewas sought by governments, companies and other bodies. The 
geographies of sabbatical leave for different types of work thus expose global power-relations within 
science and higher education. 
- They also promise further insights into the relationship between science and politics.Mainly a question of 
data availability, the few studies conducted on geographical and topical patternsof sabbatical leavehave 
relied on sponsorship programs. Michael Heffernan argued that the result of a ‘compromise between 
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intellectual curiosity, practical expediency and the political judgments of well-briefed scientists and 
scholars under thedirect control of government officials and civil servants.  
- The study of sabbatical leave draws attention to the wider networks that sustain modern universities. 
Institutional histories of universities rarely follow the complex external linkages constitutive of research 
and teaching. However, these linkages e of which circular movements of academics represent but one 
dimension provide important information on the extent and nature of the internationalization of higher 
education and the wider political, cultural and intellectualmeaning of universities. 
While by no means all countries have such systems of academic tenure, some of the inherent features are 
common to many countries world-wide. The need for academics to prove themselves capable in their early years of 
their career across a range of domains – education and continuous effort to enhance pedagogic skills, grant support 
achievement, research productivity, attainment of specialty recognition and status, academic service provision, 
administration, management, contributions to the subject area and to the profession locally, nationally and 
internationally – are commonplace across the world. These include:  
- augmenting professional expertise with continual activities in research and publication 
- engaging in tactful but effective self-promotion 
- being prepared to collaborate 
- leveraging on the premise that one’s personal stock is highest in the recruitment period 
- Assessment of self and one’s colleagues 
- knowing the institutional culture, 
- satisfying the people in power,  
- paying attention to paper trails, 
- recognizing that ‘grants man ship’ is currently the most valued academic skill by the institutions leadership,  
- recognizing that times change 
- making time for family and self 
- avoiding making one’s   academic career one’s life  
All promotion decisions should be transparent, appropriate, unbiased and fair, taking into account all aspects of 
the working activities and responsibilities of faculty, with no one area of activity being given supremacy in the 
decision. Faculty sabbatical leave evaluation should be part of academic development presented for promotion 
considerations by faculty, and appropriate peer evaluations may enhance the decision-making process. The systems 
for obtaining reliable, credible evaluations from faculty sabbatical leave must be rigorous, unbiased and without 
detriment to those offering their evaluations. Those who offer their evaluations must be assured that their 
contributions are considered. Appropriate feedback to all those participating contributes to transparency. 
In addition, effective faculty sabbatical leave components conclude: 
x Gender balance  
x Ethnic and socio-economic  
x Challenges of faculty 
x Human resource management  
x Global perspectives in faculty 
x Retention of faculty 
x Development of faculty 
x Mentoring 
x International collaboration 
x Enhancing the work environment of faculty 
x Communication technology 
x Empowerment through communication 
x Communication in recruitment 
x Communication among bosses and subordinates 
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x Cultural effects in communication 
x Leadership and gender differences 
x Group focus on problem solving 
x Non-verbal communication in networks 
x Resolving conflict in service industries 
x commitment to participation 
x informed practice 
x genuine collegiality 
3. Faculty effectiveness 
Hogan and Kaiser (2005) point out that effective faculty results in individuals being willing to set aside, to an 
extent, their personal agendas in order to tackle tasks that move the group's agenda forward, involving both 
interpersonal and task competencies. Faculty effectiveness will be perceived as being positively related to 
organizational individual and professional development that promote employee satisfaction with their co-workers 
and tasks.  
 
Personal effectiveness 
Employees as the extent to which they have sufficiently met the task requirements of their job, or the extent of 
their individual productivity often perceive personal effectiveness. The organizational environment can have a 
strong effect on personal effectiveness and productivity.  
 
Professional development 
Faculty member should be provided with a positive and supportive environment in which he/she feels calm enough 
to become effective in fulfilling his/her academic duties.  The role of higher education in creating such an 
environment is highly important to creating a shared vision for the faculty, and is responsible for developing an 
organizational climate conducive to motivating and developing faculty members. In addition, it should create a 
supportive communication climate that emphasizes listening skills, thus demonstrating their respect and 
empowerment, motivate, evaluate, reward, and provide faculty development opportunities for their faculty members. 
 
Organizational effectiveness 
As the major sources of science production, work in such an organization where the academic values and the 
bureaucratic laws of university contradict (Arasteh, 2005). Styles of organizational structure, culture, technology, 
environment and style of leadership that maximize employees' abilities to approach their tasks in ways that they 
perceive as constructive and fulfilling are likely, therefore, to be positively related to personal effectiveness. On the 
other hand, it has been shown that increased stress in the workplace tends to decrease productivity Donald et al., 
2005).  
4. Faculty Development 
In the last few decades, research has solidified what we know about effective faculty development. The National 
Faculty Development Council (NSDC) advocates for faculty development that is results-driven, standards-based, 
job-embedded, and content-rich. NSDC’s Standards for Faculty Development outlines the standards of effective 
faculty development practices based on substantial research conducted over the last 20 years. 
Even when faculty development sessions require teachers to demonstrate their new knowledge and skill, the 
likelihood of sustained classroom implementation is not promising (Eisner, 1992; Gersten, Vaughn,Deshler, & 
Schiller, 1997). In a survey conductedfor The Council for ExceptionalChildren (CEC) (Coleman, 2000), special
educators indicated a ‘‘need for improvement’’of professional development. Theyranked faculty development only 
seventh out of ten important concerns to be addressed for educating students with disabilities. Teachers may 
consider faculty developments to be of little help. Typical faculty developments sessions do not generally 
acknowledge teachers’ interest and commitment to a new practice nor help them to make links to their beliefs about 
effective practice (Gersten, Baker, & Chard, 2000; Joyce & Showers, 1980). The CEC respondents indicated needs 
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to foster teacher collegiality, capitalize on teachers’ classroom knowledge, and extend their practices (Coleman, 
2000). These very features have been documented to be advantageous to sustainability of a new instructional 
practice. Indeed, teachers’ interest in and commitment to learning and using the practice (Joyce & Showers, 1995) as 
well as their beliefs about its practical use (Lytle & Cochran-Smith, 1992; Richardson, 1996) are instrumental to 
sustainability. The CEC survey results represent a challenge: to provide teachers with faculty development 
opportunities that are responsive to their needs and interests and that capitalize on their desire for collegiality. 
Faculty development is a likely and logical point from which to beginto infuse the work of faculty development 
with focus and change. Withthe absence of common educational prerequisites and pre-servicetraining for practice, 
faculty workers often appear to be an eclectic group of academic. The task of defining the work of faculty 
development and the processes for getting it done begins with the faculty; thus, faculty development planning 
sessions are likely places to explore the real meaning of the work.Although the empirical link between faculty 
development and quality programs has clearly been established (e.g., Ghazvini &Mullis, 2002; Norris, 2001; 
Phillips, Mekos, Scarr, McCartney, & Abbott-Shim, 2001;Weaver, 2002), little empirical evidence to date links 
faculty developmentdirectly to improved, quality programs. 
Given the rich diversity of experiences most faculty developmentprofessionals bring to their work, the trainers of 
the Moving Ahead curriculum decided to think of themselves as facilitators rather than didactic instructors. A 
facilitator assumes a level of collaboration or equality with learners, valuing the experiences and perspectives 
learnersbring to the group (Brookfield, 1987). Here the term facilitatorsuggests a skilled, intentional leader but it 
does not suggest a neutral,content-free leader. One of the facilitator’s primary rolesis to foster critical reflection in 
the intentional process to provide opportunitiesfor participants to make connections between their experiencesand 
the material presented (Mezirow, 1991). The facilitator is challenged to be attentive to the participants, develop
meaningful ways for them to interact with the material, and be willingand able to depart from lesson plans if it 
seems the group is excited bysomething unexpected (Brookfield, 1989). This flexible, responsiveacademic style 
requires the facilitator to be extremely well versed in the materials so that movement (between concepts and 
application,presentations and discussion, research and practice) flows smoothlywithout getting remote from the 
topic at hand. This approach assists the learners to integrate the new information into their current level of
understanding. Additionally, concepts are introduced in a recursivefashion such that they are introduced, integrated 
into current experiences,and then revisited repeatedly to push the learner to think aboutthem in different ways and 
in the context of other concepts (Huebner et al). The faculty development discussions generated trust and built 
relationships among participants. Such opportunities are germane to teachers’ successful development. As teachers 
surveyed by CEC indicated (Coleman, 2000), teachers value each other as experts with knowledge and information 
to share (Loughran, 1994).  Seven interactive principles incorporated in our faculty development, and featured in the 
instructional strategies taught, are:  
(a) Activating prior knowledge,  
(b) Tying new knowledge to old, and new ideas to each other,  
(c) Predicting relationships 
(d) Using cooperative knowledge sharing, 
(e) Teaching concepts in relation to context, 
(f) Justifying relationships between and among concepts, 
(g) Confirming understanding (Bos & Anders, 1992) 
The interactive faculty development described here is in sharp contrast to traditional training models (Sparks & 
Loucks-Horsley, 1989). We have compared these models of faculty development in table 1. 
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Table 1. Models of Faculty Development 
 
Models of Faculty 
Development 
Exception of model 
x Individually model 
 
x individuals are capable of self-directed and self-initiated learning and can 
best judge their own learning needs  
x initiate and plan their learning activities for most efficiently 
x Phases: 
1. Identification of a need or interest and a plan to meet it by an individual 
teacher, a faculty group, or an administrator (Cochran-Smith & Lytle, 1999) 
2. learning activities 
3. assessment of success 
x teachers observe each other’s instruction 
x implemented through evaluation, clinical supervision, or peer coaching, 
usually includes a conference to determine the observation focus, classroom 
observation, analysis useful to the observer and the observed, and a plan to 
modify instruction 
x Development/Improvement, Process assumes that adults learn most 
effectively when they have a need to know or a problem to solve, that people 
working closest to the job best understand what is required to improve their 
performance, and teachers acquire important knowledge or skills through 
involvement in school improvement or curriculum development processes 
(Glickman, 1986) 
x Interactive Model 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
x The participants’ beliefs and knowledge about instruction based in their 
professional experiences  
x Instructional principles serve to incorporate learners’ beliefs and knowledge 
are based in constructivist and dialogic conceptions of learning (e.g., Englert, 
1995; Englert & Mariage, 1996; Harris & Graham, 1996) and are collectively 
termed ‘‘interactive’’(Bos & Anders, 1990; Klemp, 1997). 
x Encourages interaction among participants and the exchange of ideas and 
knowledge. 
x Foster the construction of a shared purpose and initiation of collegial 
relationships among teachers and faculty developers. 
x Participants explore relationships among their own and each other’s ideas, 
which enable them to make connections among knowledge (Scanlon, Dura`n, 
Reyes, & Gallego, 1992). 
x provide insights into effective practices (Bos & Anders, 1990). 
x Phases of major activities.  
1.ensure that positive relationships were established between researchers and 
faculty members 
2. The collegial setting enabled the faculty members to ask questions of each 
other, to confirm their understanding of the practices, and to predict necessary 
modifications for using the instructional practices in their own classrooms. In 
addition, anticipated the opportunity to discuss impressions and modification 
of the practices. 
3.faculty members implementing their assigned interactive  
4. faculty gathered in groups based on their assigned practices to discuss their 
experiences with them. By asking questions and offering suggestions, they 
justified to one another their instructional decisions and elaborated on their 
instructional modifications.  
5. Analyze the effectiveness of the interactive faculty development model.  
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x Online model  x Focus on individual educator needs rather than student needs, and provide 
content  
x The potential to increase researcher’ sense of isolation and cause a decrease 
in the positive collaboration  
x The flexibility and ease of access at virtually any hour of the day or evening 
benefiting from more opportunities to collaborate with their colleagues 
including: planning instruction, examining work, engaging in action research 
coaching, analyzing student data, and participating in study groups(Killion 
2000).  
x The infrastructure necessary to support online learning requires new 
computers, fast access, participants with solid Web and computer skills, and 
access to support.  
5. A framework  of sabbatical leave to improve faculty effectiveness 
Education, training, and professional development were critical to promote greater understanding among 
community-based facultyworkers,improve programs, and strengthen the faculty development field(Madzey-Akale 
& Walker, 2000).When the content of professional development is linked to what faculty need to know and be able 
to do, faculty improvement increases. Faculty development should focus on deepening teachers’ content knowledge 
and content-specific practices. We have shown elements and factors of sabbatical leave effectiveness in figure 1. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 1. A framework of Faculty sabbatical leave Effectiveness 
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6. Methodology 
We have used document and previous studies and non-structured interviews sources of data in this study. 
Through review of literature and previous studies, a conceptual framework for effectiveness of sabbatical leave in 
this case,was presented.Three major factors were defined in this respect, namely: organizational,  proffesional 
development and individual factors. Therefore, according to this factors, a conceptual framework for effectiveness 
of sabbatical leave in Islamic Azad University of Iran was presented.The main issue to discuss in this paper was lack 
of effectiveness conceptual framework of sabbatical leave in Islamic Azad uvinersitiy.  
7. Conclusion 
University leaders to affecting the quality improvement to gain skills could use also these findings and 
knowledge required of faculty members should plan. The purpose of this study was try to present a conceptual 
framework for effectiveness of sabbatical leave in Islamic Azad University of Iran. As Little (1982) established long 
ago, without a clear and shared purpose even collaborative faculty developments result in exercises that have little 
impact on instruction.  
Sabbatical leave model provides opportunity for faculty members to practice implementation procedures, to 
exchange feedback with their colleagues, or to discuss their implementation with the faculty developer. Research 
indicates that multiple opportunities to experiment with instruction and discussion among participants are crucial for 
encouraging faculty critique and thoughtful suggestions (Gersten et al., 2000). 
Without sufficient time for faculty members to discuss and draw relationships among the information they are 
learning and their existing beliefs and knowledge, they may easily become passive learners who lack critical 
engagement (Darling-Hammond & McLaughlin, 1995). Genuine relationships prompt participants to exchange 
knowledge and ideas and explore the fit between the instructional practice and their assumptions. Further, in 
classroom peer observation and coaching after the initial faculty development is critical to learning complex 
teaching skills (Joyce & Showers, 1995; Knight, 1998).  
In order to better understand the geographies of knowledge, science and higher education, it is particularly 
important to examine further the relationship between sabbatical leave and the cultural, symbolic, technical,  social, 
economic capital and material specificities of different scientific practices. To the global flows of academics , 
Sabbatical leave  contribute significantly to the formation of modern research universities as global centers of 
knowledge production and dissemination, mobilization processes of its academics in various ways, including the 
production of new knowledge claims, the access toand import of new ideas, prestige, objects and infrastructure, the 
linking to academic networksand prospering research centers and the raising of funds for the university.  
In conclusion, this study has shown that the rise of a research culture at modern universitieswent hand in hand 
with an emphasis on sabbatical leave. Sabbatical leave can thus be regarded as a constitutive element in the 
formation of modern research universities as centers of knowledgeproduction.  
The implications of faculty sabbatical leave effectiveness model suggest a new role and responsibility for those 
participating in faculty development decisions. Principals involved in collaborative faculty development planning 
must critically review online courses, providers, and companies to ensure that the programs considered meet 
NSDC’s standards and that they are offered in a supportive learning environment in which application, practice, 
coaching, and follow-up are included. Then they must analyze their readiness to offer professional development to 
faculty and consider the opportunity for return on their investment in this new approach. Our findings validated their 
utility in this faculty sabbatical leave effectiveness model. Individually, Interactive and online approaches are not 
the only ones that can work in faculty development, but they are appropriate when shared development and 
alignment of faculty beliefs and practices is desired.  
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